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Code posting/information FLA Principle of Monitoring, Obligation of 
Companies: Establish and articulate clear, written 
workplace standards.  Formally convey those 
standards to Company factories as well as to 
licensees, contractors and suppliers. 
H&M has not provided the 
factory with the Code of 
Conduct for posting.
Management interview 
and factory 
walkthrough
Generally we do not require 
our Code of Conduct to be 
posted in the factory. In the 
case a factory produces for 
different buyers it might be 
confusing for the workers. 
Instead we encourage the 
factories to develop internal 
regulations in line with our 
Code of Conduct and local 
legislation and to clearly 
communicate these to all 
workers, for example through 
a handbook for the workers 
or on the notice board.
Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Pending 2008-12-24: Factory has chosen on their 
own accord to post our code.
During our audits and in 
discussions with the factory 
H&M primarily encourage 
them to develop and deepen 
its own confidential non-
compliance system. We 
support the factory in 
building a dialogue system 
within the factory in order to 
have a forum for the workers 
to communicate grievances 
to the management. During 
our audits we regularly check 
the function of these 
systems. At all H&M audits 
we conduct worker 
interviews. During these 
confidential, one-to-one 
interviews, our contact 
information is provided to the 
workers in order for them to 
be able to contact us to put 
forward their grievances 
directly to us.
We have decided to 
establish a hotline in order to 
ensure that the workers can 
put forward confidential 
complaints directly to H&M.  
It will be a mobile number 
that the workers can call or 
SMS. The mobile number 
will be printed on business 
cards that will be provided to 
the workers during worker 
interviews.
On-goingManagement interview 
and factory 
walkthrough
Hotline June 2007 2008-01-30: During the 
interviews conducted, 
company handed out 
cards with contact 
information to the 
workers interviewed.
H&M has not established 
a hotline in the factory.
Company Verification Follow up
2.Forced Labor 
Remediation Updates Third-Party VerificationIEM Findings
There will not be any use of forced labor, whether in the form of prison labor, indentured labor, bonded labor or otherwise.
Worker 
interviews.
2008-08-11: During this audit we 
conducted a number of worker interviews, 
during which our business cards with our 
printed contact number was handed out.                              
2008-12-24: During this follow-up, we 
conducted worker interviews, during which 
we handed out our business cards with our 
number.
November 14-15, 2006
Hennes & Mauritz AB
330
FLA Audit Profile
China
440015492E
ALGI
1. Code Awareness
Confidential non-compliance 
reporting channel
FLA Principle of Monitoring, Obligation of 
Companies: Develop a secure communications 
channel, in a manner appropriate to the culture and 
situation, to enable Company employees and 
employees of contractors and suppliers to report to the 
Company on noncompliance with the workplace 
standards, with security that they shall not be punished 
or prejudiced for doing so. 
Apparel
Cutting, sewing, ironing, inspection, packing
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2007-08-29: During this 
inspection, there were 
still some expired ID 
cards in the personnel 
files. Furthermore, it was 
found that some workers 
only had residence 
certificates or temporary 
identification cards 
(some already expired), 
and some personnel 
files were lacking recent 
or any photos. 
2008-01-30: During this 
audit we found two 
workers aged 14 and 15 
working in the factory. 
Through extensive 
interviews it was 
confirmed that both of 
them were on leave from 
high school, and 
accompanying relatives 
working at the
factory, and were intent 
on resuming school after 
the holiday. However, 
this still constitutes a 
very serious violation of 
H&M's Code and 
resulted in a warning 
letter to the supplier.  
The factory was rejected 
by H&M. It was made 
clear that if the factory 
wishes to continue 
cooperation with H&M in 
the future, they must 
comply with the Code 
and establish a 
functioning recruitment 
system so as to avoid 
the recruitment of child 
laborers.
Progressive Discipline Employers will utilize progressive discipline, e.g., 
escalating discipline using steps such as verbal 
warning, written warning, suspension, termination.  
Any exceptions to this rule, e.g., immediate termination 
for theft or assault, shall be in writing and clearly 
communicated to workers.
Factory does not have 
a policy for 
termination/retrenchm
ent for operational 
purposes.
Management interview 
and documentation 
review
We encourage the factory to 
develop internal regulations 
in line with our Code of 
Conduct and local legislation 
and to clearly communicate 
these to all workers. These 
should include all disciplinary 
procedures, including 
procedures for hiring and 
termination in place in the 
factory. 
4/1/2007 Will establish a policy 
according to the  law 
after discussions within 
the management. The 
policy will be 
communicated to the 
workers.
Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Pending 
Disciplinary Practices Art. 4 of PRC Labor Law: The 
employer shall establish and perfect 
rules and regulations in accordance 
with law and guarantee that laborers 
enjoy labor right and fulfill labor 
obligations.
Employers will utilize consistent written disciplinary 
practices that are applied fairly among all workers
No policy or procedure for 
handling discipline was 
observed in the factory.
Management interview 
and documentation 
review
Records of disciplinary 
actions should be kept in the 
factory for review. Records of 
all workers who has left the 
factory should be kept 
available for review by the 
auditors for at least one year 
after the worker has left the 
factory.
12/30/2007 Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Pending 2008-08-11: Factory has set up the policy 
for handling discipline but no records are 
kept.
2008-12-24: Still no records of disciplinary 
actions taken.
Documents 
review and 
management 
interview.
Record Maintenance  Employers will maintain written records of disciplinary 
actions taken.
Factory does not keep the 
records of disciplinary 
proceedings.
Management interview 
and documentation 
review
Records of disciplinary 
actions should be kept in the 
factory for review. Records of 
all workers who has left the 
factory should be kept 
available for review by the 
auditors for at least one year 
after the worker has left the 
factory.
12/30/2007 Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Pending 2008-08-11: Factory has set up the policy 
for handling discipline but no records are 
kept.
2008-12-24: Still no records of disciplinary 
actions taken.
Documents 
review and 
management 
interview.
Policy Factory does not have 
a written policy 
regarding harassment 
of abuse. 
Management interview 
and documentation 
review
We encourage the factory to 
develop internal regulations 
in line with our Code of 
Conduct and local legislation 
and to clearly communicate 
these to all workers. These 
should include policies 
against any form of 
harassment, abusive 
behavior, forced labor and 
discrimination.
1/15/2007 Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Pending 
2007-03-22: During the 
follow up it was found that 
the factory has a very poor 
recruitment policy. The 
factory can not provide 
some workers’ personnel 
files chosen by us during 
the factory inspection, and 
some of the ID-card 
copies in the personnel 
files had expired. H&M 
considers this a very high 
risk for future child labor 
and asks the factory to 
reconsider the recruitment 
policy immediately. 
Because of this, during 
this follow-up our focus 
was mainly on this issue.
H&M does not accept child 
labour. If a child (here 
defined as a person younger 
than 16 years of age) is 
found working in any of the 
factories producing our 
garments, we will request the 
factory to make sure that the 
measures taken are in the 
child's best interest. In line 
with this part of Our Code, 
we routinely check our 
factories recruitment systems 
during our audits. A number 
of workers' names are 
randomly selected during the 
workshop audit, and these 
names are then cross-
checked against the factory's 
personnel files. This is to 
verify that the factory have 
well-working procedures in 
place so as to prevent 
employment of child 
labourers.
7/30/2008 2008-08-11: During the audit, factory has 
totally 217 workers, including 7 juvenile 
workers. Factory provided all personnel 
files and contracts chosen by us during 
factory tour and we also checked all other 
workers' personnel files to make sure that 
the factory has improved their recruitment 
system. Among all the personnel files, 1 
juvenile worker used family book and 1 
adult worker used driver license. Factory 
showed us one past case of 1 child labor, 
who had entered the factory in Aug 2007 
and was discovered by factory and made a 
remark in the personnel files. Factory has 
better understanding of recruitment 
systems.                                       2008-12-
24: During this audit, factory has a total of 
208 workers including 6 juvenile workers. 
Factory also recruited 7 temporary 
auxiliary workers with valid personnel files 
and simple contracts, but no time records 
for these workers. One of the temporary 
workers who joined the factory in Oct 2008 
hasn’t received salary yet.
Document 
review.
Pending
4. Harassment or Abuse
3. Child Labor
Every employee will be treated with respect and dignity.  No employee will be subject to any physical, sexual, psychological or 
verbal harassment of abuse.
No person will be employed at an age younger than 15 (or 14 where the law of the country of manufacture allows) or younger 
than the age for completing compulsory education in the country of manufacture where such age is higher than 15.
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5. Nondiscrimination
Policy Factory does not have 
a written policy 
regarding non-
discrimination.
Management interview 
and documentation 
review
We encourage the factory to 
develop internal regulations 
in line with our Code of 
Conduct and local legislation 
and to clearly communicate 
these to all workers. These 
should include policies 
against any form of 
harassment, abusive 
behavior, forced labor and 
discrimination.
1/15/2007 Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Pending 2008-12-24: Factory has established a 
policy for non-discrimination.
Documents 
review and 
management 
interview.
6. Health and Safety
Document Maintenance/ 
Accessibility
All documents required to be available to workers and 
management by applicable laws (such as policies, 
MSDS, etc.) shall be made available in the prescribed 
manner and in the local language or language spoken 
by majority of the workers if different from the local 
language
No Material Safety Data 
Sheets (MSDS) were 
recorded and posted in 
the area where the stain 
remover was used.
Factory walkthrough 
and management 
interview
Factory will post Material 
Safety Data Sheets (MSDS) 
in the relevant areas for 
workers' reference.
12/31/2006 Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Pending 2008-08-11: Factory used “White Cat” as 
spot remover with clear sign and simple 
introduction posted on the wall. 
Factory tour.
Evacuation Procedure Art. 14.3 of the Fire Control Law of 
the PRC: Enterprises shall carry out 
fire prevention awareness education 
among their employees.                                              
14.6 of PRC Fire Prevention Law: 
Keep the evacuations passages and 
exits clear. Set up the safety 
demarcation in accordance with 
national standards.                                  
Art. 40 of Factory fire control rules: 
The factory must have fire drills at 
least twice a year.    
All applicable legally required or recommended 
elements of safe evacuation (such as posting of 
evacuation plans, unblocked aisles/exits, employee 
education, evacuation procedures, etc.) shall be 
complied with and workers shall be trained in proper 
safety, first aid, and evacuation procedures
The emergency aisles in 
the packing workshop 
were blocked with work 
stations.
We require the factory 
to ensure that the 
safety in the building is 
maintained according 
to local law and our 
Code of Conduct. All 
locally required 
permits for safety 
should be obtained 
and reviewed 
regularly. The workers 
should be able to 
easily evacuate the 
premises in case of 
emergency, and the 
building is to be 
considered as safe. 
Factory walkthrough 
and management 
interview
The workstations will be 
moved to ensure free access 
to the emergency aisles at all 
times
12/20/2006 2007-03-22: The 
emergency aisles were 
unblocked during this 
follow-up.
2007-08-29: The 
evacuation aisles in the 
packing section are free 
of blockage.
Factory tour. On-going
Art. 31 of PRC Factory Safety and 
Sanitary Regulations: Production 
areas must have first aid kits. Art. 
14.5 of PRC Fire Prevention Law: 
The company should maintain fire 
protective equipments and the 
safety signs.  The company must 
check and maintain the equipments 
regularly. Art. 43. of Fire prevention 
and safety rules of Textile mills: 
There  must be no obstruction 
around the fire extinguishers or fire 
hydrant. Art. 5.1.1 of Design 
Regulations for Fire Extinguisher 
Installation (GBJ 140-90): Fire 
extinguisher shall be installed in the 
distinct and easily accessible 
location, and shall not hinder the 
safety evacuation. Art. 5.1.3 of 
Design Regulations for Fire 
extinguisher Installation (GBJ 140-
90): Portable fire extinguisher shall 
be installed in such a way that the 
height from the top of extinguisher 
to the floor shall be less than 1.50m, 
and the height from the bottom of 
the extinguisher to the floor is no 
less than 0.15m. Art. 4.0.7 of Design 
Regulations for Fire Extinguisher 
Installation (GBJ 140-90):
There must be no less than two fire 
extinguishers in a location.  There 
should be no more than five fire 
extinguishers in each location.
2007-03-22: No 
progress.                           
2007-08-29. During the 
inspection it was noted 
that the toilets in both 
workshop and dormitory 
are not kept clean and 
are very smelly. Auditors 
discussed with factory 
management about the 
importance of 
maintaining cleanliness 
in the toilet as well as in 
the working area which 
will minimize negative 
impacts on workers' 
health. Factory plans to 
allocate more manpower 
to clean the workshop 
and dormitory daily.
Also there will be 
personnel designated as 
responsible for constant 
monitoring and 
evaluating of the 
cleanliness in the 
factory. 
2008-01-30: During this 
audit it was found that a 
new toilet has been 
constructed in the 
workshop area. The 
toilets in the dormitory, 
however, are still 
generally unhygienic and 
in very poor condition.  
The company strongly 
urged the factory to 
improve.
 
Factory tour.
2008-08-11: Factory provided soaps in the 
restrooms.
Factory tour.Pending  Factory walkthrough 
and management 
interview
2006-09-06: During this 
audit it was found that the 
toilets in the dormitory 
were not clean.
Pending  
Restrooms Art. 29. Factory Safety Regulations: 
Working area should set hand wash 
equipment according to needs and 
provide soap.      
All facilities including factory buildings, toilets, 
canteens, kitchens, and clinics, shall be kept clean 
and safe and be in compliance with applicable laws.
Factory does not provide 
soap in the restrooms.
H&M requires that all 
toilets be clean and 
well maintained at all 
times.
Will appoint a person to 
be responsible for 
cleanliness and soap in 
the restrooms.
12/20/2006We will follow up on the 
factory remediation at the 
next audit.
12/20/2006 Will appoint a person to 
be responsible to 
maintain the first aid 
boxes.
Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Follow-up, 2007-08-29. 
All relevant equipments 
are supplied in the first 
aid boxes.
Factory walkthrough 
and management 
interview
We will follow up on the 
factory remediation  plan at 
next audit.
Safety Equipment All safety and medical equipment (such as fire fighting 
equipment, first aid kits, etc.) shall be in place, 
maintained as prescribed and accessible to the 
employees
Only few medicines 
observed in the first aid 
kits.  Nippers, scissors, 
alcohol and bandages 
were missing.
We require that the 
factory maintain clean 
and well stocked first 
aid kits in each 
workshop. These 
should be open and 
available to all 
workers, and there 
should be someone 
available on the 
workfloor who is 
trained in first aid.
No person will be subject to any discrimination in employment, including hiring, salary, benefits, advancement, discipline, 
termination or retirement, on the basis of gender, race, religion, age, disability, sexual orientation, nationality, political opinion, or 
social or ethnic origin.
Employers will provide a safe and healthy working environment to prevent accidents and injury to health arising out of, linked 
with, or occurring in the course of work or as a result of the operation of employer facilities.
7. Freedom of Association and Collective Bargaining
Employers will recognize and respect the right of employees to freedom of association and collective bargaining
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FLA Comment:  The Chinese constitution 
guarantees Freedom of Association; however, the 
Trade Union Act prevents the establishment of trade 
unions independent of the sole official trade union – 
the All China Federation of Trade Unions (ACFTU).  
According to the ILO, many provisions of the Trade 
Union Act are contrary to the fundamental principles of 
freedom of association, including the non-recognition 
of the right to strike.  As a consequence, all factories in 
China fall short of the ILO standards on the right to 
organize and bargain collectively.  Recently, however, 
the government has introduced new regulations that 
could improve the functioning of the labor relations 
mechanisms.  
The Amended Trade Union Act of October 2001 does 
stipulate that union committees have to be 
democratically elected at members’ assemblies and 
trade unions must be accountable to their members.  
The trade union has the responsibility to consult with 
management on key issues of importance to their 
members and to sign collective agreements. It also 
grants the trade union an enhanced role in dispute 
resolution. In December 2003,the Collective Contracts 
Decree introduced the obligation for representative 
trade unions and employers to negotiate collective 
agreements, in contrast to the previous system of non-
negotiated administrative agreements.
Policy Factory does not have 
a written policy on 
independent worker 
representation.
Management interview 
and documentation 
review
The workers should be free 
to form associations of their 
own choosing, and to 
bargain collectively. We don't 
accept any disciplinary 
actions from the factory 
against workers who choose 
to peacefully and lawfully 
organise or join an 
association. We will 
encourage the factory to 
develop a functioning 
dialogue system between the 
workers and the 
management in the factory.
1/15/2007 Will establish a policy 
according to the  law 
after discussions within 
the management. The 
policy will be 
communicated to the 
workers.
Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Pending  
Freedom of Association:  FLA 
Comment
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Minimum Wage Art. 48 of PRC Labor Law: The 
employer shall pay laborers wages 
no lower than local standards on 
minimum wages.
Employers will pay workers the legal minimum wage 
or the prevailing industry wage, whichever is higher
Two workers in the 
logistics department did 
not receive the minimum 
wage in May, June, July 
and August 2006.
Management interview 
and documentation 
review
The Company requires the 
factory always pay the 
workers legal wages.  We 
will follow up on the payment 
at the next follow-up audit.
12/15/2006 The workers will be 
compensated 
retroactively in 
December 2006. From 
now on they will be paid 
at least minimum wage 
each month.
Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Pending  Follow-up, 2008-08-11. After examining 
the payroll, it was verified that all workers' 
salary meet the local minimum wage. 
Follow-up, 2008-12-24. After reviewing the 
payroll of September and October 2008, it 
was noted that one worker in button 
department was paid less than minimum 
wage despite working full attendance; In 
October 2008, 6 workers in different 
departments with full attendance were paid 
less than local legal minimum wage.
Documents 
review and 
management 
interview.
Pay statement Art. 6 of the Interim Regulations on 
the Payment of Wages: Company 
shall provide workers with a 
detailed pay stub. 
Employers will provide workers a pay statement each 
pay period, which will show earned wages, regular 
and overtime pay, bonuses and all deductions
Factory does not provide 
workers with pay stubs.
Workers interview and 
Management interview
2006-09-06:  During this 
audit it was found that 
factory doesn't provide 
workers with pay slips.
We will follow up on the 
factory remediation plan at 
the next audit through worker 
interviews.
12/15/2006 Will start giving 
payslips to the workers 
from December 
onwards.
Due to the amount of 
time spent on the 
problems with fake 
documents in 
subsequent follow-ups, 
this violation was not 
checked.
Pending  2008-08-11: Workers now receive 
payslips.
Worker 
interviews.
2007-03-22: The factory 
cannot provide complete 
time records. The factory 
explained that the 
associate responsible 
for Code of Conduct 
compliance was on sick 
leave.  2007-08-29: 
During this audit it was 
found that the factory 
does not have any time 
records for August 2007 
available in the factory 
and factory admitted that 
they have provided fake 
time records for June 
and July. We have 
planned a meeting with 
the factory and the 
responsible supplier to 
discuss the transparency 
in cooperation and the 
importance of 
developing and 
maintaining a good time 
record system.
Follow up 3 
(unannounced), 2008-01-
30. During this audit it 
was found that both the 
attendance machine and 
the attendance records 
were faked. The 
machine was found to 
be a dummy and only in 
place for show. This is a 
serious violation of H&M 
Code which we strongly 
stressed to factory 
management.
Voluntary OT Overtime hours worked in excess of code standard 
will be voluntary
Factory does not 
provide workers with 
voluntary overtime 
application to sign on.
Worker interview and 
management interview
All overtime should be 
voluntary in the factory. We 
will follow up on the factory 
remediation plan at our next 
audit.
1/1/2007 When we need to plan 
overtime work, we will 
ask the workers to fill in 
an overtime application 
form.
Follow-up 3 
(unannounced), 2008-01-
30. Due to faked 
records, the actual OT 
situation was not 
possible to verify at this 
audit.
Pending  
OT Compensation Art. 44.1 of PRC Labor Law: The 
employer shall pay workers  no less 
than 150 % of their regular wages if 
they are required to work overtime.                                     
Art. 44. 2 of PRC Labor Law : 
Payment of wages to laborers 
should be no less than 200% of the 
normal wage if the employees are 
required to work on a day of rest 
and no deferred rest can be taken.                                            
Art. 44.3 of PRC Labor Law: 
Payment to workers should be no 
less than 300% of the normal wage 
if they are required to work during a 
legal holiday.
The factory shall comply with applicable law for 
premium rates for overtime compensation
Gate-keepers are not 
compensated for rest-day 
overtime hours.  They 
receive a fixed wage (800 
yuan/month).
Management interview 
and documentation 
review
When working overtime the 
workers should be 
compensated according to 
the law. H&M will carry out 
announced and 
unannounced audits in order 
to monitor the development.
12/31/2006 Establish a gate-keeper 
relief discipline, if 
overtime work will pay 
overtime wages 
according to the law.
2008-01-30: Due to 
faked records, the actual 
OT and salary situation 
were not possible to 
verify during this audit. 
This constitutes a 
serious violation against 
H&M's Code which was 
stressed during 
discussions with the 
management.
Pending 2008-08-11: Gate-keepers still received 
fixed wage which was above local 
minimum wage.                                               
2008-12-24: Gatekeepers are still not paid 
overtime compensation, no progress.
Documents 
review and 
management 
interview.
Overtime Limitations Art. 41 of PRC Labor Law: 
Employees should not be allowed to 
work more than three overtime 
hours per day and 36 overtime 
hours per month.                                                                   
Art. 38 of PRC Labor Law: 
Employer shall guarantee that its 
laborers have at least one day off 
per week.  
Except in extraordinary business circumstances, 
employees will (i) not be required to work more than 
the lesser of (a) 48 hours per week and 12 hours 
overtime or (b) the limits on regular and overtime 
hours allowed by the law of the country of manufacture 
or, where the laws of such country will not limit the 
hours of work, the regular work week in such country 
plus 12 hours overtime; and (ii) be entitled to at least 
one day off in every seven day period.  An 
extraordinary business circumstance is a temporary 
period of extra work that could not have been 
anticipated or alleviated by other reasonable efforts
1.The monthly overtime 
hours from May to 
October were 68, 79, 68, 
75 and 73, which is not in 
compliance with the 
limitation of 36 overtime 
hours per month.                                           
2. Four gate-keepers in 
the factory have worked 
everyday, without one-day 
rest since they were hired 
by the factory.
Documents 
review and 
management 
interview.
2008-08-11: Recently, the factory has been 
using both hand-written and punch card 
time records. The factory said that 
because the workers sometimes forget to 
punch the time cards, the exact time needs 
to be recorded by supervisors. And factory 
will continue to train the workers to punch 
their cards. We verified that factory 
showed all true documents to us this time. 
Total overtime hours in May 2008 range 
from 70hrs to 100hrs depending on the 
department. 
2008-12-24: During this audit, it was noted 
that factory still used both hand-written and 
scanned time records, but the later one 
was explained to be backup as workers 
always forget to punch the time cards. In 
the handwritten records the factory still 
didn't record the exact time workers 
worked for overtime, it was only a tick to 
show overtime. Total overtime working 
hours in Oct 2008 was around 103hrs. We 
are currently in the beginning of a two year 
audit cycle with this factory, during which 
time we have given the factory a series of 
targets related to wages, reducing 
overtime hours and compensating workers 
for their legally required overtime 
compensation. The first step for the factory 
is to supply us with a realistic correction 
plan, that will be the basis for our auditing 
during these two years. We have been 
very clear with the factory that full payment 
of overtime compensation within this 
timeframe is an issue of very high 
importance, and that in order to do so they 
will have to reduce their overtime hours in 
the same process.
A system to sustainably 
reduce the overtime should 
be established in the factory. 
The long term aim is, 
through improved production 
planning and efficiency, to 
steadily reduce the overtime 
hours in order to meet the 
legal limit of overtime hours 
per month. In the short term, 
the factory should make sure 
they can ensure that the 
workers have one day off per 
week during the coming 
peak season. Additionally, 
production capacity offered 
to buyers should be 
calculated solely on ordinary 
working hours. When 
working overtime the 
workers should be 
compensated according to 
the law. H&M will carry out 
announced and 
unannounced audits in order 
to monitor the development.
Management interview 
and documentation 
review
2006-09-06: During this 
audit it was found that the 
monthly over time exceeds 
the legal limit of 36 hours.
Pending  1-Through improved 
production planning 
work towards reducing 
the overtime. In the 
meantime ensure that 
the workers has one 
day off per week, and 
that all overtime hours 
are voluntary and 
compensated 
according to the Law.
2-Establish a gate-
keeper relief discipline, 
in order to guarantee 
them to rest at least one 
day per week.
Miscellaneous
10. Overtime Compensation
9. Hours of Work
8. Wages and Benefits
Except in extraordinary business circumstances, employees will (i) not be required to work more than the lesser of (a) 48 hours 
per week and 12 hours overtime or (b) the limits on regular and overtime hours allowed by the law of the country of manufacture 
or, where the laws of such country will not limit the hours of work, the regular work week in such country plus 12 hours overtime; 
and (ii) be entitled to at least one day off in every seven day period.
In addition to their compensation for regular hours of work, employees will be compensated for overtime hours at such premium 
rate as is legally required in the country of manufacture or, in those countries where such laws will not exist, at a rate at least 
equal to their regular hourly compensation rate.
Employers recognize that wages are essential to meeting employees’ basic needs. Employers will pay employees, as a base, at 
least the minimum wage required by local law or the prevailing industry wage, whichever is higher, and will provide legally 
mandated benefits.
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